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Abstract 
The aim of this study was to evaluate organizational excellence based on Peters and 
Waterman model at MahabGas Company. In this model, eight variables were evaluated: prejudice to 
the operation, attention to customer needs, independence and employee entrepreneurship, 
productivity increase through staff, attention to common values, adhere to the original work, using 
simple structures and flexibility. This is an applied and descriptive survey study, due to the small 
population, all employees of MahabGas Company were chosen as statistical population. Statistical 
methods and different tests were used for statistical analysis using SPSS(version 22) and in a 
manner that is mentioned:  Kolmogorov-Smirnov test for surveying data normality, to check the 
validity and reliability of questionnaire, confirmatory factor analysis using LISREL8.54software and 
one sample Student's t-test and Friedman test were used for investigating study hypotheses. The 
results indicate that the observed t about eight variables of Peters and Waterman organizational 
excellence model in the company are not in desirable level and therefore the company based on the 
Peters and Waterman organizational excellence model is not a supreme organization. 
Keywords: organizational excellence, Peters and Waterman model, Mahab Gas Company 
 Introduction 
One of the needs and logical, inevitable and important requirements for any country that 
wants to have an active and dynamic presence in the global arena is movement in the path of 
progress, prosperity and achieving organizational excellence that is called development in scientific 
view. Development is a process through which knowledge; skills and information of management 
three levels enhance and will provide the establishment of the necessary conditions for the 
development of this category talents and abilities. Organizational excellence model is also a strong 
operational tool that can be used for different purposes by organizations, but it should be understood 
that organizational excellence is not a theoretical presumption, but is obtaining and providing 
tangible and visible results that is based on the evidence and have stability and durability 
(Jafari,2005).Regarding joining into the WTO, the industry will have to start or complete this trend 
using the scientific frameworks, and managers as final decision-makers have  major role in the 
movement towards efficiency and promotion and excellence of organizations (Forghani, 2006). Due 
to the fact that the acceptance and smoothing transitions and moving towards excellence could give 
new life to organizations, in this study organizational excellence has been reviewed from Peters and 
Waterman view in the industry  of design and production of dual-fuel CNG and LPG kit that will 
suggest proposals for achieving organizational excellence for Mahabgas company. Due to the fact 
that our social and economic institutions are in severe need of reorganizing and a new driving force, 
it is hoped that the proposed issue can be used by MahabGas Company. In this paper, according to 
variables assessed in Peters and Waterman model, initially the theoretical foundations of this subject 
have been dealt with then organizational excellence will be assessed at Mahab Gas Company. In the 
field of investigating organizational excellence based on Peters and Waterman's model, the 
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researcher has searched that no study has been done in CNG and LPG industry but mentioned 
research have investigated it somewhat and with respect to other aspects of organizational 
excellence. Arthur Calvo (2015) and colleagues have found a comprehensive model of 
organizational excellence could be a valid framework for the implementation of knowledge 
management projects to increase and improve organizational performance. This effect using the 
process method and the participation of suppliers and partners as key factors can have significant 
effects on the improvement of key business results. Anthony and Bhattacharya (2010) knew 
effective organizational excellence as the ability or capacity of one of the performance variables on 
other organizational performance variables in the organizations. In the study aimed to analyze 
relationships conceptually between organizational excellence and intellectual capital by Castilla 
(2008) in Madrid, Spain, the researcher found that intellectual capital is considered as the main 
framework of organizational excellence models. Sharma and Talver (2007) found that global 
organizational excellence models focus is not on profit as the business ultimate goal, but it means to 
achieve the ultimate success. Interests, professionals of different age groups, different countries and 
varied working backgrounds can consider different concepts of organizational excellence and its 
different models. Dahgard and Dahgard Park (2007) in a study with the aim to introduce and discuss 
some famous organizational excellence frameworks and models to understand and develop the 
contents of excellence in 25 years ago and understand the problems or limitations that there is still 
for some of these models, Found that excellence models and frameworks have been inspired of 
Japanese performance as well as the most important aspect of the organization is their soft aspect 
which is paying attention to human. Jacobs and Suckling (2007) showed how excellence model 
enables managers for effective self-assessment of performance measures in connection with the 
customer and also found out how the evaluators using the fundamental concepts of services quality 
management can identify and rank effective factors on customers. Wilcock et al. (2006) found out 
that application of organizational excellence means in Canada is independent on the size and 
position of the organization. Miguel (2006) revealed that the introduction of quality management 
framework is the basis for the National Quality Award and also plays a significant role in increasing 
the quality and improving service quality and organizational performance. In addition, the use of 
this framework in hospitals supports leadership of organizations in advance to organizational 
excellence. Thus, guaranteeing the achievement of organizational excellence requires the use and 
development of suitable method and model for excellence and creating mechanism and its 
evaluation. An organization that wants to produce world widely, must adopt evaluation method by 
which it can in addition to the correct understanding of the situation, understand its position 
compared to other organizations (competitors). Because the default of compete in the world, 
realizing the distance and differences with competitors (FarahiYazdi, 2009). Mirfakhreddini and 
colleagues (2009) found that individual initiative and leadership is better than other aspects of the 
situation. In a study by Hori et al. (2009), the researchers found that each university should choose a 
model that is most consistent with its needs. It also was stated that the lack of applying excellence 
model in country universities is in situation that there are more than 70 national excellence model 
and 90 quality award in the world. The results of Taghizadeh et al (2009) study showed that in the 
intended population, nurturing principle and empowering and being low layer of organizational 
structure enjoy a higher priority than other principles of excellent organizations. Maleki and Yazdi 
(2009) found that organizational excellence model enjoys high ability to rectify the deficiencies in 
the health and treatment sector. Iqbal et al (2008) found that Isfahan medical sciences university is 
one of the excellent organizations. Sajadi et al (2008) study showed that considering results of 
organization superiority, in particular in two benchmarks of the staff results and community results 
is essential. 
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Statement of the problem 
One of monitoring tools is ranking various businesses that has been proposed for years in the 
world as a making transparent, competitive and even incentive tool. In this regard developing 
countries took measure to provide prizes as National Quality Award and organizations that can earn 
good ratings in the evaluation process, receive National Quality Award based on the established 
model. Assessment models have been developed based on expertise work during years and while 
excellence models (like Peters and Waterman model)provide areas of culture, values and beliefs 
change of managers , play a standard role, such as ISO 9000 with a difference that ISO 9000 
standards as a model has been implemented (Panahiyan, 2005). 
The concept of organizational excellence 
Balandegi or taali is translation of word Excellence that is derived from the Latin Exceller 
means “climb up on-top of something”. In management literature, term taali has taken on different 
meanings. Definitions of organizational excellence include the following: excellence can be seen as 
growth and improvement of an organization's level in all its dimensions, so that with obtaining 
optimal satisfaction of all stakeholders and the balance between them, the probability of 
organization success increases in the long-term (Farahi Yazdi,2009).Organizational excellence is 
change deliberate and rational introducing , building, strengthen, and promoting to improve 
organizational effectiveness (Luthans, 2000).“Organizational excellence is a holistic approach to 
improve the performance of the organization.”(Harrington, 2005). Therefore, whenever an 
organization is stable on the right path, trying to is not misled in its growth direction, it is said that 
the organization is developing or maturing now (Mehrdad, 2001). 
Excellence models 
Organizational excellence models are a tool to help organizations to measure to what extent 
they are in organizational excellence direction and balance growth. These models help organizations 
to identify differences by comparing their current and desired status and then meet and implement 
status quo optimization solutions based on these findings (problems) and search for their causes. The 
implementation of organizational excellence models can encourage organizations to assess 
themselves and identify, clarify and explain the attitudes associated with performance results and are 
led to data and processes (Ghorbani and Nuri, 2004). Organizational excellence model is a strong 
operational tool that can be used for different purposes by organizations including (Homayounfar, 
2003): 
1. Tools for self-assessment and evaluation where they are on the path to excellence 
2. Avoiding reworks and coordination of improvement programs in a defined framework 
3. as a comprehensive structure for the organization's management system 
On the other hand, the advantages have been cited for excellence models, for example, Salak 
Zamani (2005) states advantages of using organizational excellence models as follows: 
1. Contribution to improving organizational performance practices, capabilities and their 
results 
2. Facilitating communication and sharing of information in the organizations with the best 
practices 
3. Act as a business tool for understanding and managing performance 
4. Guidance for strategic planning and opportunities for learning 
Given the listed importance of organizational excellence models, different experts have 
different models for organizational excellence, famous organizational excellence models include: 
1. Deming Award Model (1951) 
2. Peters and Waterman Model (1987) 
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3. Malcolm Baldrige Award for America (1987) 
4. European Foundation for Quality Management (EFQM) (1992) 
Peters and Waterman organizational excellence model 
 From immemorial time period, the search for excellence and growth in all aspects has been 
of the most important problems of human being. Human being mental processes was presented as 
different management theories and practicing those theories achieved excellence. Theories of 
management were presented in their appropriate environments and time, but such theories lead to 
different results in different societies. As a proven example, Peters and Waterman famous book 
titled “In search of excellence- lessons from successful American companies” offered many 
suggestions as excellence success criteria (Sharma and Talver, 2007). Peters and Waterman (1982) 
after extensive research projects on directors and organizational change and new management, 
selected a list of five hundred companies in 53 industrial territory that had two common features: 
First they were among the best of their field of work or industry; second, they all had made 
themselves refresh and with new ability. They won eight characteristics of successful companies; 
these eight characteristics in summary include bias to action, considering customer requirements, 
independence and entrepreneurship, productivity through employees, considering values, 
commitment to basic work, simple structure and flexibility. Now these eight features introduced by 
Peters and Waterman that is basis of this research will be discussed: 
Prejudice to the action 
To work and avoiding the immobility against problems means testing. This is a feature of 
outstanding companies that are known for profit making to start work (Peters and Waterman, 1982). 
Considering customer requirements 
Peters and Waterman have known considering customer requirements among the most 
important characteristics of successful organizations. Approximating business to customer demands 
and needs is a feature of the outstanding companies. 
Autonomy and entrepreneurship 
Implementing innovative and refreshing programs is one of the tenets of great companies and 
with creating taking risk spirit among employees makes simple autonomy in amazing manner at all 
organizational levels. (Peters and Waterman, 1982). 
Productivity through employees 
According to Peters and Waterman successful companies consider their usual staff main 
source of increase in the quality and efficiency of the process. (Peters and Waterman, 1982). 
Considering values 
Another feature of excellent companies should be searched in their belief in the value 
system. So if an organization wants to transform challenge of a world full of ideas, the most 
important factor of success, is commitment and true following of these beliefs (Peters and 
Waterman, 1982). 
Considering competitive advantage (adherence to the original work) 
According to Peters and Waterman advantage means adherence to core business. In their 
opinion the most successful companies are those that have increased their work scope with a skill 
and generally their policy is based on work scope for business development and never gets involved 
in diversity and becoming large. 
Simple structures and the small number of staff 
The structure of successful companies is very simple and number of senior officials of these 
companies is astonishingly small. In successful companies, working conditions and the structure is 
such that all are aware of the work process. (Peters & Waterman, 1982). 
Openly accessible at http://www.european-science.com                                                                   1618 
 
  
Seyyed Mahdi Joulaee, Seyyed Habib Maktabi, Seyyed Hamed Julae 
 
 
 
 
Flexibility 
According to Peters and Waterman (1982), successful companies are at the same time 
centralized and decentralized. In many cases the forefront production staff and R and D group have 
a lot of autonomy and at the same time with company management show intense interest related to a 
few of their believed values. (Peters & Waterman, 1982). 
In this study, organizational excellence has been reviewed from the perspective of Peters and 
Waterman in CNG and LPG industry in MahabGas Company and recommendations will be offered 
for achieving organizational excellence in the company. Given that our economic and social entities 
now desperately need reorganization and a new driving force, the hope is that the proposed issue 
will be used by the organization. In this paper, according to assessed variables in Peters and 
Waterman model, initially the theoretical foundations of the subject will are described and then 
organizational excellence amount will be assessed at MahabGas Company. Concerning investigating  
the status of organizational excellence based on Peters and Waterman, to the extent that the 
researcher has searched, no study has been done in this industry but noted research have investigated 
it to some extent and regarding other aspects of organizational excellence including the following 
cases  at home and abroad. Atafar et al (2013) in their study found that Sfahan Sepahan Ghaem 
engineering Company is an excellence company based on Peters and Waterman model. Here this 
thing comes to mind that whether these features can be implemented for organizations in the current 
turbulent conditions and the present time? Tom Peters in an interview in 2001 said characteristics 
expressed in 1982 for successful companies remain and these characteristics should not be changed, 
but it can be another one added to it and it is the “abilities related to opinions, freedom and speed 
“(Peters, 2009). The in search of excellence foundation (2010) also stated “The Secret of cultural 
fit” factor as one of the characteristics of successful organizations. 
Figure 1: System model of excellence of Peters and Waterman (Source: Atafar et al., 2012) 
 Research Methodology 
Considering the researchers and research model, the aim of this study is to provide a 
framework for assessing organizational excellence in Iran CNG and LPG industry with an emphasis 
on MahabGas Company by Peters and Waterman's organizational excellence. Participants in this 
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study were 72 employees and managers of Mahab Gas Company. Information on the participants of 
this study is shown in Tables 1 to 4. 
Age 
Table 1: Distribution of frequency of participants by age 
Age Frequency Frequency percent Cumulative percent 
20 to 30years old 18 25.35 25.352 
31 to 40 40 56.34 81.690 
41 t0 50 13 18.31 100 
Total 71 100  
Education 
Table 2: Distribution of frequency of participants by education 
Ducation Frequency Frequency percent Cumulative percent 
Diploma 46 64.79 64.789 
Associate degree 10 14.08 78.873 
B.S. 12 16.90 95.775 
M.S. and higher degree 3 4.23 100 
Total 71 100  
Organizational position 
Table 3: Distribution of frequency of participants by Organizational position 
Organizational position frequency Frequency percent 
supervisor 10 14.1 
employee 61 58.9 
total 71 100 
Years of service 
Table 4: Distribution of frequency of respondents by Years of service 
Years of service frequency Frequency percent Cumulative percent 
Less than 5 years 11 15.49 15.493 
5 to 10 years 32 45.07 60.563 
10 to 15 years 20 28.17 88.732 
15 to 20 years 8 11.27 100 
Total 71 100  
Organizational excellence questionnaire that was developed by the researchers based on the 
Peters and Waterman model, has two parts: The first part of the questionnaire consisted of 
demographic variables and the second part contains 45 questions that assessed eight dimensions of 
organizational excellence (prejudice to act, considering customer needs, independence and 
entrepreneurship of employees, increasing productivity through staff, considering common values, 
adherence to the original work, using simple structures and flexibility) associated with the 
framework of this study. 
There are various methods to assess the validity, regarding research variables have been 
formed of some dimensions (constituent), confirmatory factor analysis test was used. In the analysis 
of factor, it should be ensured that whether the available data can be used for analyzing or not. In 
other words, whether the number of relevant data is appropriate for analysis or not? For this 
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purpose, KMO index and Bartlett's test has been used. Based on these two tests data for analysis is 
appropriate when the KMO index is greater than (0.6) and close to one and sig of Bartlett test is less 
than (0.05). The output of these tests for each questionnaire is presented in table 5. 
Table 5: KMO and Bartlett test for questionnaire questions 
KMO test 0.744 
Bartlett test χ2 2297.918 
Df 990 
Sig 0.000 
According to the above table, the KMO index is 0.744 and greater than 0.6, so the sample 
size (the number of respondents) is sufficient for factor analysis. Also, sig of Bartlett's test is less 
than 0.05, which shows the factor analysis is appropriate to identify the operating model structure 
and the assumption of correlation matrix being known is rejected. 
Confirmatory factor analysis 
In this study questionnaire was used to collect the data. The general structure of the 
questionnaires was tested based on content validity using confirmatory factor analysis. For the 
confirmatory factor analysis and structural equation modeling, standard factor loading and t-
statistics were calculated. In general, the following rule prevails: 
The strength of the relationship between factor (latent variable) and visible variable is shown 
by factor load. Factor Load is a value between zero and one. If the load factor is less than 0.3 
relations is considered poor and ignored. Factor Load between0.3 to 0.6 is acceptable and if it is 
greater than 0.6 is very desirable (Beshlideh, 2013). When the correlation between variables was 
identified, significant test should be done. To assess the significance of the relationship between 
variables t test and t-value is used. As significance is considered as error level of 0.05 so if the factor 
loadings observed with-value test is calculated less than 1.96, the relationship is not significant and 
will be displayed in red in LISREL. 
Results of confirmatory factor analysis of Questionnaire 
Standard factor loading of confirmatory factor analysis to assess the strength of the 
relationship between these variables with their observable variables (questionnaire items) in all 
cases is obtained greater than 0.3. So questionnaire factor structure is verifiable (Beshlideh, 
2013).After calculating the standard factor load, significant test must be administered. Based on 
results observed in Figure 2 factor loading of t-statistic of measurement indicators in each dimension 
studied at a 5% level of confidence is greater than 1.96. Therefore, observed correlations were 
significant. 
Reliability 
Two criteria have been proposed to investigate the reliability of structures. 
Compound validity of each structure 
Cronbach's alpha is used to check the compound validity of each of structures. In this case, it 
is recommended that Cronbach's alpha value should be greater than 0.7. 
Composite Reliability 
Fernel and Larker (1981), have proposed higher values of 0.7 for the Composite reliability. 
According to the values given in Table 6, the questionnaire reliability is approved. 
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Table 6: Cronbach's alpha values and Composite reliability of elements of research 
Index Cronbach's alpha Composite reliability Result 
prejudice to the operation 0.836 0.911 + 
considering  customer needs 0.798 0.953 + 
independence and  entrepreneurship 0.815 0.940 + 
Productivity increase among staff 0.830 0.943  
considering common values 0.816 0.964 + 
Competitive advantage 0.831 0.906 + 
Simple structure 0.769 0.906 + 
flexibility                                                                                                                                       0.803 0.877 + 
Convergent validity 
To investigate convergent validity, average variance extracted will be used. The average 
variance extracted is a summary of the variance explanation amount of evident variables in a latent 
variable. The average variance extracted for a latent variable is the sum of the squares of factor 
loadings divided by the number of them. To establish convergent validity AVE amount calculated 
for each index must be greater than 0.5. AVE of research indices is given in the following table. 
Table 7: Investigating average variance extracted of research indices 
Index AVE Acceptable level Result 
prejudice to the operation   0.718 0.5 Convergent validity confirmation 
considering  customer needs 0.772 0.5 Convergent validity confirmation 
independence and  entrepreneurship 0.661 0.5 Convergent validity confirmation 
productivity increase through staff 0.734 0.5 Convergent validity confirmation 
considering common values 0.768 0.5 Convergent validity confirmation 
Competitive advantage 0.706 0.5 Convergent validity confirmation 
Simple structure 0.660 0.5 Convergent validity confirmation 
flexibility 0.641 0.5 Convergent validity confirmation 
As the data in Table 7 show, the amount of AVE of all research indices is higher than 0.5. 
So, the convergent validity of the questionnaire questions is accepted. 
Findings 
In this section, research hypotheses on the independent variables, bias to action, considering 
customer needs, independence and entrepreneurship, increasing productivity with staff training, 
shared values, commitment to basic work, simple structures and flexibility is analyzed. 
Table 8: Friedman's test results to rank the impact of research variables 
Variable Average rank Chi-square value df Significance 
level 
Impact 
rank 
bias to action 5.91 64.492 7 000.1 (1) 
considering customer needs 5.24 (2) 
independence and entrepreneurship 3.53 (7) 
increasing productivity with staff 3.50 (8) 
shared values 4.92 (8) 
Competitive advantage 3.82 (6) 
simple structures 4.30 (5) 
flexibility 4.78    (4) 
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The main hypothesis: Organizational Excellence based on Peters and Waterman model at 
Mahab Gas Company 
According to the findings, as it is clear from the data in Table 8 Friedman test significant 
level equals to zero. Therefore, assuming the same mode of components of organizational 
excellence at MahabGas Company is not accepted and given the lack of any one of the tested 
hypotheses, there is no organizational excellence in the company. It is known from average rank 
column that variable ”action bias” in terms of influence is in the first place, the variable” 
considering customer needs” in the second, the variable “shared values” in the third, the variable 
“flexibility” in fourth, the variable “simple structures” in the fifth, the variable “competitive 
advantage” in the sixth, the variable “independence and entrepreneurship” in the seventh and 
variable “increased productivity using staff” is in eighth place. 
Discussion 
According to the findings, the following suggestions are offered. 
Based on obtained findings of first hypothesis test, regarding that in this company bias to 
action amount according to test significance level(0.899) is greater than 0.05  and as a result null 
hypothesis is not accepted and research hypothesis is not confirmed at 0.95 confidence level, is not 
in desirable level and because in Taghizade et al (2009) training and empowering principle is known 
as one of principles of excellent organizations and bias to action can be increased with empowering 
and employee training , however Atafar et al (2012) in their study in Sepahan Ghaem engineering 
company found that prejudice to the operation in the company is at a good level. It is therefore 
recommended that the company gives tasks to staff according to their expertise to create a greater 
incentive for activity in employees. Also company tries to use the experience of experienced persons 
and the experience of other organizations in achieving the success. 
Fully understanding customers’ needs by managers and staff has a great impact on 
organizational excellence at MahabGas Company. Based on the results of the second hypothesis test 
given that attention to customer needs, it is not desirable in the company. Jacobs and Sakling (2007) 
in their study showed that organizations with organizational excellence have appropriate 
performance measures to assess attention to customer needs, therefore, given that attention to 
customer needs in the company is not desirable, so this company is not excellent in terms of 
attention to customer needs. However, Attafar et al (2012) in their study in Sepahan Ghaem 
engineering company found that attention to needs of customers in the company is at good level. It 
is recommended that organization managers and staff are trained that consider customers’ all needs 
from his entering time to organization to  leaving the organization and are fully committed to 
meeting customer needs. 
In third hypothesis, results show that from managers and staff view of company, 
independence and entrepreneurship is not at desirable level. In Taghizadeh et al(2009) study, 
training and empowering principle is known as one of principles of excellent organizations and this 
increases the entrepreneurial spirit in staff and Attafar and colleagues (2012) in their study in Sfahan 
Sepahan Ghaem engineering company found that independence and entrepreneurship in the 
company is at good level. Ghaemi and colleagues (2005) found that in Sanat Iran wood company, 
growth path and promotion measure for employees were not clear and staff don’t see potential for 
the work promotion in organization. Therefore, it is recommended that managers try to create an 
atmosphere in the organization, which employees have more freedom to do their own job, to 
strengthen the entrepreneurial spirit of employees with empowering them, to create opportunities for 
innovation and initiative, the amount of innovation is considered as a factor in remuneration, more 
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attention to be paid to the views of staff to be added to entrepreneurship of employees that this is 
one of the factors to achieve organizational excellence. 
In the fourth hypothesis, according to the observed results, increased productivity in the 
company is not at desirable level. But of course, Attafar et al (2012) in their study in Sfahan 
Sepahan Ghaem engineering company found that increased productivity using employees in the 
company is at a good level, but Ghaemi and colleagues (2005)in Wood Industry Iran company in 
Iran found low levels of efficiency and productivity of employees in different departments and 
levels of organization that includes administrative departments to manufacturing sector. Therefore, it 
is offered that quality-orientations expressed as a value in organization, comprehensive and practical 
programs is continually provided to increase productivity, processes is developed for the 
participation of all employees in the works, reward and encourage is paid based on each person 
performance , alignment and coordination is created between the objectives and individual trainings 
with needs of the organization, the increased efforts of staff in improving and expanding 
organizational success is appreciated. 
Based on fifth hypothesis test, common values in the company is not at desirable level. But 
Attafar et al (2012) in their study in Sfahan Sepahan Ghaem engineering company found that 
adherence to shared values is at a good level in this company. Regarding that organizational values 
in an organization have key role in all activities of organization , if enough and necessary attention 
is paid to organizational values, necessary fields is provided for achieving better performance in 
organization. Therefore it is proposed that Mahab Gas company  provides necessary fields for the 
following actions: 
The basic values of society become important particularly employees religious values are 
considered, the organization goals for staff values is developed and established,the values with 
slogans installed in organization is fixed in staff mind, the trust and confidence of staff of managers 
and supervisors increase at the upper limit, the values of customers become important for all staff, 
the values associated with profit making, like the other values enjoy paramount importance, 
supporting and emphasizing the values of the organization is done by senior management, the values 
of the organization are supported by policies and strategies. 
In the sixth hypothesis according to the results, adherence to the core business in Mahab Gas 
Company is not desirable. But Attafar et al (2012) in their studying Sfahan Sepahan Ghaem 
engineering company found that adherence to core business in this company is at a good level.  It is 
recommended that in the company to achieve more to  competitive advantage, investment is done in 
various activities to adhere to its original business, the landscape is developed in order to adhere to 
the core business, doing activities that the management is not familiar with is refrained, activities 
related to  main abilities of the organization are developed. 
In the seventh hypothesis, results showed that the use of simple structures in the company is 
not desirable, but Atafar et al (2012) in their study in Sfahan Sepahan Ghaem engineering company 
found that the use of simple structures is at a good levelin this company. So, with this point that 
simple structures are one of the main factors in achieving organizational excellence, it is suggested 
that the company prevents increasing bureaucracy with reducing organization hierarchy, using a flat 
structure, reducing the staff strength, giving authority to lower ranks of the organization and the lack 
of centralization. 
Eighth hypothesis test results show low level of flexibility in the organization. But Attafar et 
al (2012) in their study in Sfahan Sepahan Ghaem engineering company found that the flexibility is 
at a good level in this company. Thus, it is suggested to develop the organization's objectives in a 
manner that is changeable in the changing environment, and work rules are written and executed in a 
more flexible manner. 
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Conclusion 
Data analysis in this research to evaluate the original hypothesis: there is not organizational 
excellence based on Peters and Waterman model at Mahab gas and eight secondary hypothesis were 
as follows (1) prejudice to the action is not desirable at Mahab Gas company (2) attention to needs 
of customers is not desirable in Mahab Gas company, (3) independence and entrepreneurship at 
Mahab Gas company is not at desirable level, (4) increasing the productivity of using employees in 
Mahab gas company is not desirable, (5) The common values in MahabGaz company is not 
desirable, (6) adherence to main work in Mahab Gas company is not desirable; (7) the use of simple 
structures at Mahab Gas company is not desirable, (8) flexibility at Mahab Gas company is not 
desirable. 
According to the results of this research, Mahab Gas Company is not at desirable level 
regarding investigated variables from Peters and Waterman view on Peters and Waterman eight 
variables of organizational excellence. As a result, the company is not an excellent company based 
on Peters and Waterman model. 
Like other studies, this research has some limitations. Limitations of this study include the 
following. First of all, in Iran because of cultural and social conditions researcher cannot investigate 
a wide range of organizations, therefore the researcher has tried to study organizational excellence in 
Iran CNG and LPG industry by choosing good sample. For this reason, further research in this area 
is necessary so as to more accurate results are achieved. In addition, in this study, only the 
organizational excellence model of Peters and Waterman has been investigated, but there are other 
models. Despite investigations, carry further research is needed in order to more comprehensive 
framework of organizational excellence in Iran and its organizations is achieved. Therefore, it is 
recommended that this research is carried out in other manufacturing and service giving 
organizations at public and private level, research is done on other organizational excellence models, 
and research is done that why Iranian organizations do not use excellence models. 
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